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Commissioner James Hanley
Office of Labor Relations

40 Rector Street :

New York, New York 10006

Re: Prelirhinary Determmatlon Pursuant to the Audit of the Office of Labor Relations (OLR)
and its Compliance with the City’s Equal Employmenf Opportumty Policy from January. 1, 2006
through December 31, 2008

Dear Comm1ss1oner Hanley:

_ Pursuant to Chapter 35, Section 814(a)(12) of the New York City Charter, the City
established the Citywide Equal Employment Opportunity Policy (EEOP), a set of uniform
standards and procedures designed to ensure the equality of opportunity for women and minority
municipal government employees and job applicants, and, consistent with federal, state and local
laws, identified other groups for protection from discrimination in employment by city agencies.

Pursuant to Chapter 36 of the New York City Charter, the Equal Employment Practices
Commission (EEPC) is empowered to audit and evaluate the employment practices, programs,
policies and procédures of city agencies and their efforts to ensure fair and effective equal
employment opportunity for minority group members, and women. (New York City Charter,
Chapter 36, sections 831(d}2) and (5).)

The Charter defines city agency as any “city, county, borough or other office,
administration, board, department, division, commission, bureau, corporation, authority, or other
agency of government, where the majority of the board members of such agency are appointed
by the mayor or serve by virtue of being city officers or the expenses of which are paid in whole
or in part from the city treasury...”

This letter contains the preliminary determinations of the EEPC pursuant to its audit of
compliance by the Office of Labor Relations (OLR) during the thirty-six month period
commencing January 1, 2006 and ending December 31, 2008. Requests for corrective actions



and/or recommendations are included where the EEPC has determined that the QLR has failed to
comply in whole or in part with the City’s EEO Policy.

All recommendations for corrective actions are consistent with both the audit’s findings
and the parameters set forth in the EEO Policy, which, in accordance with section 815 of the City
Charter, holds agency heads responsible for the effective implementation of Equal Employment
Opportunity. Therefore, the Office of Labor Relations should incorporate these
recommendations in its agency-specific EEO Plan. The relevant sections of the C1ty s EEO
Policy are cited in parenthesis at the end of each recommendation.

In addition, this Commission is empowered by Section 831 of the City Charter to
recommend all necessary and appropriate actions to ensure fair and effective affimative
employment plans for minority group members and women. Consequently, this Commission
may make recommendations pursuant to this audit that may not be currently mandated by the
aforementioned uniform standards and procedures.

The purpose of this audit is to evaluate the agency’s compliance -with the EEOP, not to
issue findings of discrimination pursuant to the New York City Human Rights Law. S

Scope and Methodology

Audit methodology included an analysis of OLR’s responses to an EEPC Document and
Information Request Form. EEPC staff also analyzed City-wide Equal Employment Database
System (CEEDS) data prepared by the Department of Citywide. Administrative Services (DCAS)
which determines underutilizations and concentrations of targeted groups within the agency’s
workforce. These designations represent imbalances between the number of employees in-a
particular job category and the number that would reasonably be expected when compared to
their availability in the relevant labor market. CEEDS data is critical in identifying
underutilization in the city’s workforce. Where underutilization is revealed within an agency’s

- workforce, auditors determine whether an agency has undertaken reasonable measures for
addressing underutilization.

At present, the CEEDS data requires updating in order for the underutilization analysis to
provide an accurate measure of the employment practices of city agencies; the DCAS is currently
updating this data. Upon completion, the EEPC will review the data and make supplemental '
recommendations pursuant to this audit, if necessary. :

EEPC auditors also conducted in-depth, on-site interviews with OLR’s EEO Officer, two
EEQ Counselors, the Agency Counsel, and the Human Resources Director/Career
Counselor/Disability Rights Coordinator.

Sixty-seven percent of the OLR’s employees responded to the EEPC’s online Employee
Survey via Cityshare and 29% of supervisors/managers (who oversee 5 or more employees)
filled out the EEPC’s Manager/Supervisor Interview Questionnaire.  The survey and
questionnaire findings are included as appendices and are discussed throughout this repot.



Description of the Agency‘

The Office of Labor Relations (OLR) represents the Mayor in the conduct of all labor
relations between the City of New York and labor organizations representing employees of the
City. In addition, OLR administers the Employee Health Benefils Program, Management
Benefits Fund, NYC Employee Assistance Program, Medicare Reimbursement Program and the
Tax-Favored Benefits & Citywide Programs including the Deferred Compensation Plan and the
New York City Employee Individual Retirement Account.

Personnel Activity During the Audit Period

According to data provided by the OLR, during the audit period, 31 people were hired:
15 Caucasians, 11 African-Americans, 3 Hispanics, 1 Asian, and 1 Native American. Of the
individuals hired, 17 were female. Four individuals were promoted during the audit period: 2
- Caucasians, 1 African-American, and 1 Hispanic. Of the employees promoted, 3 were female.
(Appendix 4) '

The OLR reports that 2 full-time employees were involuntarily separated during the audit
period: 1 African-American and 1 Caucasian. Of the employees separated, 1 was female.
. Between January 2006 and December 2008, the total number of employees decreased by 18 from

123 to 105. The number of African-American employees increased from 31% to 35%,
Caucasian employees increased from 42% to 44%, Hispanic employees decreased from 15% to
12%, and Asian employees decreased from 10% to 5%. Female employees increased from 70%
to 72%. (Appendices 2 and 3) '

Discrimination Complaint Activity During the Audit Period

" During the audit period, no internal or external discrimination complaints were filed.

PRELIMINARY DETERMINATION

Following are our preliminary determinations with required corrective actions and
recommendations pursuant to the audit. :

Plan Dissemination — Internally

The OLR is in compliance with the following requirements:

1. The EEO Policy, EEO Policy Handbook - About EEO: What You Need to Know, along with
the EEO Policy Statement and addenda is distributed to all employees on an annual basis.
The EEO policies are also included in the OLR’s new hire packet which is given to all
employees during orientation. September 2008 was the most recent distribution. In addition,
83% of respondents to the EEPC’s Employee Survey indicated they had received the policy
handbook and 77% indicated they had received the agency’s EEO Policy Statement. All



respondents to the EEPC’s Manager/Supervisor Interview Questionnaire indicated they were
given the agency’s EEO Policy Statement. '

The Citywide EEO Policy, EEO policy statement, and EEO policy handbook is sent
electronically to employees and posted on the agency’s infranet and on agency bulletin
boards. The EEQ Officer checks and maintains the boards to ensure that EEO information is
clearly posted and current. In addition, 93% of respondents to the EEPC’s Employee Survey
and all respondents to the EEPC’s Manager/Supervisor Interview Questionnaire indicated the

policies were located in areas that were accessible. '

Plan Dissemination — Externally

The QLR is in compliance with the follqwing requirement:

All five city-wide job vacancy notices [Labor Relations Analyst, (3) Deputy Assistant Counsels,
Para-Legal Aide II -- 2009] submitted by the agency- indicate that the OLR is an equal
opportunity employer. One advertisement (First Deputy Commissioner - 2008) listed in the NY
Times also indicated that the City of New York is an equal opportunity employer.

Reasonable Accommodations and EEQ for Persons with Disabilities

The OLR is in compliance with the following requirements:

1.

The OLR participates in the Section 55-A program. There are currently three Sec‘uon 55-A

~ program participants.

The OLR has pfovided the EEO policy statement in alternate fommats (i.e. large print) for
persons with disabilities. The EEO Officer is aware that the policies are available m other
alternate formats through the Department of Citywide Admimstrative Services (DCAS).

- The OLR offices, located at 40 Rector Street,' are accessible to, and useable by, persons with

disabilities. There is a street accessible entrance, wheelchair accessible elevators, Braille in
elevators, and wide stalls and grab bars in the restrooms. In addition, 76% of respondents to
the EEPC’s Employee Survey indicated the agency’s facilities were accessible to persons
with disabilities.

- The OLR has appointed a Disability Rights Coordinator who handles reasonable

accommodation requests. The few accommodations granted (special office chairs, and voice
recognition software) were provided upon informal request.

The QLR is in partial compliance with the following requirements:

5. Although the OLR has appointed the HR Director as the Disability Rights Coordinator, only

50% of respondents to the EEPC’s Employee Survey indicated that they knew the identity of
the agency’s Disability Rights Coordinator. Corrective action is required.




Recommendation: To ensure that all employees are aware of the person responsible for handling
reasonable accommodation requests, the OLR should notify all employees in writing of the
name, location, and telephone number of the Disability Rights Coordinator. (Sect. VB, EEOP)

Discrimination Complaint and Investigation Procedures

The OLR is in compliance with the following requirements:

1. The EEO Officer uses a monthly log for maintaining and updating any discrimination
complaints filed against the agency. During the audit period, no internal or external
discrimination cornplaints were filed.

2. The OLR appomted two EEO representatwes who are not of the same gender (femaie EEO
Officer and male EEO Counselor) to receive and investigate discrimination complaints.

3. The OLR’S EEO Officer and one EEO Counselor (of two) completed the basic training
course for EEO professionals conducted by the Department of Citywide Adrmmstratwe
Services in 1998 and 2008.

The OLR is in partial compliance with the followi.ng requirement:

4. One of OLR’s two EEO Counselors attended, but did not complete the basic training course
“for EEQ professionals conducted by the Department. of Citywide Administrative Services in
September 2008. Corfective action is reqmred :

Recommendation: Since the EEQ Policy requires that EEO representafives be trained in EEO
laws and procedures and know how to carry out their résponsibilities under the City’s EEOP, the
EEO Counselor should attend the next available DCAS training session for EEO professionals or
enroll in training conducted by another appropriate agency or school, such as the EEO Studies
Certificate Program at the Cornell University School of Industrial and Labor Relations. The
EEQ-Counselor should obtain a certificate of completion. (Sect. VB, EECOP)

EEQO Training

The OLR is in compliance with the following requirement:

In FY 2007, OLR employees received training which included diversity, preventing sexual
harassment, and a discussion of the EEO Policy.

OLR indicated in its EEO Training Plan for FY 2009 that it would be working with the
Department of Finance’s EEQ Officer to schedule training for 37 managers, 36 supervisors,
and 120 line employees during the period. April through June 2009. The training topics
would comply with DCAS minimum standards and include EEO laws, the City’s EEO Policy
(and individual rights and responsibilities under the Policy), Discrimination. Complaint and
Investigation Procedures, as well as training on the topics of Sexual Harassment and Cultural
Diversity. Employees involved in hiring would receive additional training in Structured
Interviewing.



During our audit, EEPC staff leaned that OLR employees (managerial and non-manageriat)
had received EEO-related training in May through June 2009. In addition, 73% of
respondents to the EEPC’s Employee Survey, and 30% of respondents to' the EEPC’s
Manager/Supervisor Interview Questionnaire indicated that they had received EEO training
within the past 2 years. Also, 70% of respondents to the EEPC’s Employee Survey indicated
that the training was informative.

Selection and Recruitment

The OLR is in compliance with the following requirements:

1. The OLR provided structured interview {raining to employees who are involved in
employment interviewing.  In addition, 75% of the respondents to the EEPC’s
Manager/Supervisor Interview Questionnaire indicated they had received training and/or a
guide that outlines illegal or discriminatory questions and includes “instructions for
conducting a structured interview. .

2. Consistent with the EEOP’s recommendations to ensure fair employment practices, OLR. has
promoted public service as a career choice at law schools and universities (i.e. New York
Law, Brooklyn Law, Columbia University, Hofstra University and Cornell Unjversity ILR)
to attract interested persons and to develop and hire interested and qualified candidates. In
addition, OLR has advertised using Citywide job vacancy notices and hired from civil service
lists. ' '

The QLR is not in compliance with the fo]_lowing requirements:

3. The OLR did not coﬁduét_an adverse impact study (to assess the manner in which candidates
~ are selected for employment to determine whether there is any adverse impact upon any
particular racial, cthnic, disability, or gender group). Corrective action is required.

Recommendation: Since the EEOP requires that city agencies assess the manner in which
candidates are selected for employment to determine whether there is adverse impact upon any
particular racial, ethnic, disability, or gender group, the OLR should conduct an adverse impact
study. The OLR can use, and may modify, the Disparate Impact Analysis Program (an on-line
Internet based application) recommended by DCAS/DCEEO by accessing:  hitp:/www.hr-
software.net/EmploymentStatistics/Disparatelmpact.htm for this purpose. To the extent that
adverse impact is discovered, the agency should determine whether the criteria being utilized are
job-related or, if not, discontinue using those criteria. (Sect. IV, EEOP)

Promotional Opportunities

The OLR is in compliance with the following requirements:

1. The agency’s managerial performance evaluation form contains a rating for EEO ~ which’
“covers responsibilities and processes for assuring that people are appropriately employed,
effectively and efficiently utilized, and dealt with in a fair and equitable manner.”



The OLR is in partial compliance with the following requirements:

2. The OLR formally appointed a career counselor; however, 67% of respondents to an EEPC
questionnaire indicated they did not know the name of the person responsible for providing
carecr counseling. Corrective action is required.

Recommendation: To ensure that employees know the identity of the person responsible for
carcer counseling, the personnel officer should redistribute the identity, contact information, and
the type of guidance which is available from the OLR’s Career Counsclor. This should be done
at least once each fiscal year. [Sect. VF, EEOP and 12/14/ 2006 Addendum to EEOP Standards
and Procedures to Be Utilized By City Aoen(:les (2005)]

The OLR isnotin compliance with the following requirement:

In response to the EEPC’s Manager/Supervisor Interview Questionnaire, 75% of the respondents
indicated they had received a performance evaluation over a year ago. The same amount
indicated they do not evaluate their employees annually. In addition, 67% of respondents to the
EEPC’s Employee Survey indicated that they had not received an annual performance evaluation
within the past 12 months.. Corrective action is required.

Recommendation: Al staff, managerial and non-managerial, should receive an annual
performance evaluation. (DCAS, Rule 7.5.4(¢) of the Personnel Rules and Regulations of the
City of New York, and DCAS, Managerial Performance Evaluation, Guidelines for Evaluatmg
-Managerial Performance in NYC Agencies, p. 1 3

Supervisory -Responsibility in EEO Plan Implementation

The QLR is in compliance with the following requirement:

‘Managers and SUpervisors were mstructed to discuss the department’s EEO policies with their
subordinates during normal staff meetings. OLR provided documentation of these meetings.

EEOQO Officer Reporting Arrangement

The OLR is in compliance with the following requirements:

1. The EEQ Officer reports to the agency head and meets with him on EEQ matters.
Documentation of these meetings is maintained.

2. The EEO Officer meets with the EEQ professionals periodically to review their work and
keep them abreast of EEOQ developments. Documentation of these meetings is
maintained. :



The OLR is not in compliance with the following requirement:

1. The OLR did not submit its Agency Specific EEO plans and quarterly reports to the
EEPC from the 4™ Quarter of 2006 to the present. During the audit, OLR subrnitted these
reports. Corrective action is required.

Recommendation: The agency head must submit an agency-specific plan, three quarterly reports
and an amnual fourth quarter final report to the EEPC each fiscal year. These reports should be
submitted no later than thirty days following each reporting period. (Sect. 815(1), New York
City Charter and Sect. VB, EEOP)

EEO Officer Responsibilities

The OLR is in compliance with the following requirement:

The EEO Officer spends 25% of her time on EEQ matters and has adequate support staff and
resources to meet her EEO obligations. ' : '

- SUMMARY OF RECOMMENDLD CORRECTIVE ACTIONS

1. To eﬁsuxe that all employees are aware of the person responsible for handling reasonable
accommodation requests, the OLR should notify all employees in writing of the name,
location, and telephone number of the Disability Rights Coordinator. (Sect. VB, EEQP) -

2. Since the EEO Policy requires that EEO representatives be trained in EEO laws and
procedures and know how to carry out their responsibilities under the City’s EEOP, the EEO
Counselor should attend the next available DCAS training session for EEO professionals or
enroll in training conducted by another appropriate agency or school, such as the EEO
Studies Certificate Program at the Cornell University School of Industrial and Labor
Relations. The EEO Counselor should obtain a certificate of completion. (Sect. VB, EEOP)

3. Since the EEOP requires that city agencies assess the manner in which candidates are
selected for employment to determine whether there is adverse impact upon any particular
racial, ethnic, disability, or gender group, the OLR should conduct an adverse impact study.
The OLR can use, and may modify, the Disparate Impact Analysis Program (an on-line
Internet based application) recommended by DCAS/DCEEO by accessing:  http//www.hr- -
software.net/EmplovmentStatistics/Disparatelmpact.htm for this purpose. To the extent that
-adverse impact is discovered, the agency should determine whether the criteria being utilized
are job-related or, if not, discontinue using those criteria. (Sect. [V, EEOP)

4. To ensure that employees know the identity of the person responsible for career counseling,
the personnel officer should redistribute the identity, contact information, and the type of
guidance which is available from the OLR’s Career Counselor. This should be done at least
once each fiscal year. [Sect. VF, EEOP and 12/14/ 2006 Addendum to EEOP Standards and

Proceduzes to Be Utilized By City Agencies (2005)]



5. All staff, managerial and non-managerial, should receive an annual performance evaluation.
(DCAS, Rule 7.5.4(¢) of the Personnel Rules and Regulations of the City of New York, and
DCAS, Managerial Performance Evaluation, Guidelines for Evaluating Managerial
Performance in NYC Agencies, p. 1.)

6. The agency head must submit an agency-specific plan, three quarterly reports and an annual
fourth quarter final report to the EEPC each fiscal year. These reports should be submitted
no later than thirty days following each reporting period. (Sect. 815(1), New York City
Charter and Sect. VB, EEOP)

In addition to the above recommendations, during the compliance process, the
Commission requires that the agency head distribute a memorandum to all staff informing them
of the changes that are being implemented in the agency’s EEO program pursuant to the aundit.
This memorandum should re-emphasize the agency head’s commitment to the agency’s Equal
Employment Opportunity Program. :

Audit Exit Meeting

At the October 26, 2009 Audit Exit Meeting -- attended by Commissioner James Hanley,
First Deputy Commissioner Maggie Conner, Assistant Commissioner Jean Brewer, General
Counsel Mayra Bell, and EEO Officer Andrea Beach from the OLR and Commissioner Elaine
Reiss,  Deputy Director Charise Hendricks, Agency Counsel Jidith Quifionez, and
Auditor/Compliance Officer Adrianne Smith from the EEPC — the OLR représentatives
presented a response to the Commission’s Draft Preliminary Determination, which contained a
summary of the actions already taken to ensure compliance with our audit recommendations.
Please include this ‘documentation as addenda to your formal response to the Preliminary
Determination. -

Conclusion

Pursuant to Chapter 36 of the New York City Charter and the previously cited
preliminary determinations relating to the EEPC’s audit of the OLR’s compliance with its Equal
Employment Opportunity Policy, and EEO standards expressed in the Citywide EEO Policy, we
respectfully request your response to the aforementioned preliminary determinations.

Your response should indicate what corrective actions your office will take to bring the
agency in compliance with the aforementioned policies and which recommendations it intends to
follow. Please forward your response within thirty days of receipt of this letter.

Pursuant to Section 832 of the New York City Charter, as amended in 1999, if you do not
implement all of these recommendations for corrective actions during & compliance period not to
exceed six months, this Commission may publish a report and recommend to the Mayor the
appropriate corrective actions that you should implement in your agency’s EEO Plan.

- In closing, we want to thank you and your staff for the cooperation extended to the Equal
Employment Practices Commission’s auditors during the course of this audit. We thank the
OLR for its dilicence in preparing its response and commend its dedication to addressing the



requirements of the City’s Equal Employment Opportunity Policy.  If you have any questions
regarding these preliminary determinations, please let us know.

Sincerely,

‘Cesar A Perez, Esqg.
Chair
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~ APPENDIX- 1
OFFICE OF LABOR RELATIONS
EMPLOYEE SURVEY RESULTS
Total Employees = 105* Survey Respondents =7} (67%)

A, GENERAL OVERVIEW

- Equal Employment Opportunity (EEQ) guarantees the right of ali persons to be accorded full and equal consiceration cn the basis of meni,

regardless of protected group status. Do you agree with this principle?
- Yes (66) No (0)

.- Do you krow who your agency's EEC Officer is?

Yes {67) No (3)

. Is the City's EEQ Policy posted on your agency's bulletin boards or kept in an area otherwise accessible to employees?

Yes (85) No (3)

- Each agency head is required to distribute a staternent in support of Equai Employment Opportunity fo all employses. Were you given your

agency's £EEO Policy statement?
Yes (54) ' No {0) Do not remember (16)

. Were you given a copy of the EEO Policy Handbook - About EEO: What You Need to Know?

Yes (58) No (10)

- Do you bélieve your agency practices equal opportunity (i.e. ensures fairmness in all aspects of employment including hiring, selection, promotions,

etc.)? , , : 7
' Yes (53) No (16)

- Has your manager-or supervisor diséussed the agency's commitment to the principle of Equal Employment Coportunity during staff méeﬁngs within

the past year?

Yes (20) No (26) Do not remember (23)

 Has your manager or supervisor discussed employees' right to file a discrimination comptaint with the agency's EEQ Officer during staff meetings

within the past year?
Yes {23) No (28) Do not remember (17)

. When hired, were you advised of the City's EEQ policies, and of your rights and responsibilities under such policies? -

If N, please skip fo question #11. ‘
‘ Yes (38) No (5) Do not remember (25

Do you know how fo file an EEO compiaint?.
Yes (58) No (10)

B. EEOC COMPLAINTS

f you had an EEQ compiaint, would you bring it to your agency's EEQ Office?
Yes (37} No (6) - Undacided (26)

Would you prefer fo file an EEO complaint with an office ottside your agency rather than your agency's EEQ Office?
Yes (18) No (22) Undecided (3C)

During the past 3 yaars, did you file a complaint with your agency's EEO Office?
Yes (0) Na (70

“Number of employees during the period in review
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SURVEY RESULTS CONTINUED

14. If yes, what was the basis of your complaint? (Check all that apply)

Age {0) Partnership Status (0)
Alienage or Citizen Status (0) Predispesing genefic characteristic (0)
Arreist or Conviction Record (0) Race {0)
Color (0} Sexual Harassment {0)
Creed (0) . Sexual Crientation (0)
Disability (0) ' Veteran's Status (0)
Gender (incl. gender idenfity} (0) Victim of Domestic Viclence,
Marital Status (0) _ Stalking, and Sex Offenses (0)
Military Status (0) ' 7 Cther (0)
National Crigin (0}
15, Was your manager or supervisor supportive of your right to file a complaint?
Yes {1) - - No (0) Mot Applicable (63)
C. EEO TRAINING
16. During the past 2 years, did you receive EEO training?
' Yes {51) No (19}
17. How informative was this training? o
Very informative (26) . Somewhai informative (23)

Not really informative (1) ' _ Not Appiicable {19)
D. JOB PERFORMANCE/ADVANCEMENT |

18. Were vacant positions advertised on bulletin boards or other areas accessible to employees in a timely manner?
Yes (89) No {4) Do hot remember (5)

19. Did you receive an annual performance evaluation within the past 12 months? _
‘ Yes (21) No (47) Employed for less than 12 mos (2)

20. Did your evaiuafion contain recommendaﬁohs for improving your job performance? ,
‘ Yes (13} No {10 ' Not Applicable (0)

21. Did your evaluation contain recommendations for career advancement with your agency?
Yes (6) No (20) Mot Applicable (0)

22, Do you know the name of the person in your agency that is responsible for providing career counsefing?
Yes (23} No {47)

E. SPECIFIC PROTECTIONS

23, Do you know who your agency's Disability Rights Ceordinator is?
' Yes (35) No (35)

24. The Americans with Disabilites Act réquires that public buiidings and facilies be accessible to persons with disabilities. Are your agency's facilities

accessible to persons with disabilifies’?
Yes (53) No (2) Don't Know (15}

25. The City's EEO Policy requires that agencies taks appropriate action to reasanably accommadate qualified employees and applicants with
disabilifies, and those who are victims of domestic vicience, $ex offenses, o stalking, fo enable to them to perform their jobs or enjoy equal benefits
and privileges of employment. It also requires agencies to provide reasonable accommodations for the religious observances, beliefs and practices
of an emplayee or applicant. During the past 3 years, did you ask for a reasonable accommodation due to any of the above?

Yes (8) No (61)

Page 2 of 3



SURVEY RESULTS CONTINUED
OPTIONAL INFORMATION

26. Race/Ethnicity

Asian (2) Native Hawaiian or Other Pacific Islander ()
American Indian or Alaska Native (0} White (29)
Biack or African American {11} Two or More Races (0)
Hispanic or Lafino (3} Other (0)
27. Gender
Male {13) Female (43)
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Appendix - 2

Office of Labor Relations
Workforce by Gender

January 2006
“Total Workforge = 123

‘December 2008
T otal Workforce = 105

Scurce; CEEDS



Appendix - 3

Office of Labor Relations
Workforce by Ethnicity

Unknuown African American
>1% ‘ 31%

Hispanic
15%

Caucasian

44%
Jentary 2006°
Total Workforce = 123
Urtknown
- . >1% N
Hispanic ) African Ameyican

12% 35%

Causasian T A;.:;n
44% ?
December 2008

Total Workforce = 105

Source = CEEDS




APPENDIX -4

The following table indicates personnel activity during the audit period,

January 1, 2006 to December 31, 2008

Total Hires: 31

Office bf Labor Relations

Hires by Sex and Ethnicity

Native

Hawaiian

or Other

African : Pacific
Male | Female Total | Caucasian | American | Hispanic | Asian | Islander Unknown | Total
14 17 31 S 15 11 3 1 1 0 31

Promotions by Sex and Ethnicity
Total Promotions: 4

Native

Hawailan

‘ or Other

African Pacific
Male | Female | Total | Caucasian | American | Hispanic | Asian | Islander Unknown | Total
1 3 | 4 2 1 1 0 0 0 - | 4

Source: Audit data supplied by OLR
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“meetings within the past ysar?

APPENDIX - 5

OFFICE OF LABOR RELATIONS
SUPERVISOR/MANAGER QUESTIONNAIRE RESULTS
Total Supervisers= 17 Completed Questionnnaire = 5 {28%)

. Are you familiar with the City of New York's Equal Employment Opportunity (EEC) Policy?

Yes {5) . No (G}
Provided description (4)

. Are you aware of your rights as an employee under the City's EEO Policy?

Yes (B) No (O
Provided description {4)

. Are you aware of your respensibilities as a supenvisor/manager under the City's EEO Policy?

Yes (4) No (0)
Provided description (4}

. What is the name of your agency's EEQ Officer?

Know (5) Do not know (0)

. Did the EEQ Officer mest with you to discuss the following: {Check all fhat apply)

Your EEO rights as an employee (3)
“Your EEQ respongibilities as a supervisorimanager (3)

Nefther (2}
. In your agency, where can the City's EEQ Policy be found? {Check all that apply.) |
EEQ Cffice (3) : - My work unit (3)
HR/Personnel Cffice (3) o [ do not know (0)
Intranet (3} _ - Cther (2)  (inmy cffice/my files)
. Of the choices indicated above, which is most ea‘éily accessible to you?
EEQ Office {2) _ ' My work unit (1)
HR/Personnel Office (0} - . Other {1)
intramet (2) :

. Each agency head is required to distribute a statement in supp_ort of Equal Employmerit Opportunity te alf employees. Have you received a copy of

your agency's EEQ Policy Statément? _
Yes (5) No (0) Do not remember ()

. Do you have access fo a copy of the Discrimination Comptaint Procedure?

Yes (5) : No {0} Do not know (0)
In your role as a supervisorimanager, have you discussed the agency’s commitment to the pfincipai of Squal Employment Opporiunity during staff
Yes (1) No@) " Oter (2
In your role as a supervisorfmanager, have you discussed with employees their right to file a discriminaticn complaint with the agency's EEQ Officer
during staff meetings within the past year?

Yes (1) No (4)

Did you receive sexual harassment prevention training from your agency‘?O Office?
Yes {4) No (1) Do not remember {{)

Did all of the employses that you supervise receive sexual harassment preventicn training?
Yes (2) No {0} Do netknow (3

Pagelof2



QUESTIONNAIRE CONTINUED

14
15.
16.
17.

18,

18.

20,
o1,
22

23,

24.

When you were hired, did you receive an orientation session that included a review of the City's EEO policy?
Yes (1) ' No {1} Do not remember (3)

Co you participate in orientation sessions for new employees?
Yes (2) No (3}

Do new empioyee orientation sessions include information on the City's EEO policy?
Yes (4) No (0) ‘ Do not know (1)

Do you interview candidates for positions in your agency?
Yes (4) Ne (1)

If you are involved in interviewing job applicants, did your agency provide you with training and/for a guide that outlines |Iiega§ or discriminatory
questions and includes instructions for conduting a structured interview? ,
Yes (3) Ne (1) 1 do notinterview applicants (1)

When was your last performance evaluation?
Within a year (1) Over ayear ago (3)

Were you mformed that EEQ performance wil be part of your overalt performance evaluation and will be considered in determmmg your eligibili ty

for promofions and merit mcreases'? )
Yes (1) ‘ No (2) Not Applicable (2)

Does your performance evaluation include an EEO component? (A section that rates your ability to make employment decisions based on ment and

equal consideration, or treat others in an equitable and impartial manner.)
' Yes (1) No (1) | do not receive performance evaluations (1)

Do you evaluate your employees annually? ‘ ‘ '
Yes (1) No (3) Other ()

Co you beheve the agency has provided sufficient trammg to supenvisors/managers on their responsibilities in assmhng employees that may -
complain about discrimination or harassment?
Yes (5) No ()

Please share your addlttonal comments or concems regardmg EEQ in your agency
Commetis (1) _

Page2 of2
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THE CITY OF NEW YORK

OFFICE OF LABOR RELATIONS |
40 Rector Street, New York, NY 10006-1705

http://myc.gov/olr
JAMES F. HANLEY
Commissioner
MARGARET M. CONNOR { ?/
First Deputy Conmmissioner /‘b \ K,/\

December 9, 2009

Abraham May, Jr.

Executive Director

Equal Employment Practices Commission
40 Rector Street, 14" floor

New York, NY 10006

Dear Mr. May:
This office is in receipt of the EEPC’s preliminary determination pursuant to the audit of
the Office of Labor Relations’ Equal Employment Opportunity Policy for the period

January 1, 2006 thorough December 31, 2008. Attached for your review is OLR’s |
response to the recommendations listed in the letter. : '

- Very truly yours, '
ﬁ:fg&mey '

Attachments



Office of Labor Relations
EEPC Audit Responses

The Office of Labor Relations’ response to the EEPC’s Preliminary Determination to the Audit of the Office of
Labor Relations (OLR) and its Compliance with the City’s Equal Employment Opportunity Policy from January
1, 2006 through December 31, 2008, is as follows: :

Preliminary Determination 1 of 6

Reasonable Accommodations and EEQO for Person with Disabilities - Statement #5

Although the OLR has appointed the HR Director as the Disability Rights Coordinator, only 50% of the
respondents to the EEPC’s Employee Survey indicated that they knew the identity of the Agency’s Disability
Rights Coordinator.

Action Taken

OLR employees were made aware of the person responsible for handling reasonable accommodation requests in
writing on December 4, 2006, September 26, 2008, May 20, 2009 and October 20, 2009. Additionally a notice
is posted on the agency’s third, fourth and fourteenth floor bulletin board listing the Disability Rights
Coordinator’s name and telephone number. (Attachment A} New hires receive this information with their
personnel forms. '

The Commissioner will notify OLR employees semi-annually of the identity and contact information for the
Disability Rights Coordinator.

Preliminarv Determination 2 of 6 .

Discrimination Complaint and Investigation Procedures- Statement #4

One of OLR’s two EEO Counselors attended but did not complete the basic training course for EEO
professionals conducted by DCAS in September 2008. ' ‘

Action Taken * : : ‘ '
The EEO Counselor has completed the basic training course for EEQ professionals conducted by DCAS.
(Attachment B) '

Preliminary Determination 3 of 6

Selection and Recruitment- Statement #3 : ,

The OLR did not conduct an adverse impact study (to assess the manner in candidates are selected for
employment to determine whether there is any adverse impact upon any particular racial, ethnic, disability or
gender group). '

Action Taken

OLR conducted an adverse impact study for candidates applying for the Employee Assistance Program
Specialist vacancy using the on-line Internet application recommended by DCAS/DCEEQ — Disparate Impact
Analysis Program. (Attachment C)

OLR’s EEO Officer has begun reviewing employment within the last 12 to 24 months to determine whether
there has been any adverse impact upon any particular racial, ethnic, disability, or gender group.



OLR has reached out to DCAS/OCEEO to establish whether there has been under utilization in any particular
racial, ethnic, disability or gender group.

Preliminary Determination 4 of 6

Promotional Opportunities — Statement #2

The OLR formally appointed a career counselor; however, 67% of respondents to an EEPC questionnaire
indicated they did not know the name of the person responsible for providing career counseling.

Action Taken

OLR employees were made aware of the person responsible for career counsehng in writing on December 4,
2006, September 26, 2008, May 20, 2009 and October 21, 2009. (Attachment D) Additionally a notice is
posted on the agency’s third, fourth and fourteenth floor bulletin board listing OLR’s Career Counselor’s name
and telephone number. New hires receive this information with their personael forms.

The Commissioner will notify OLR employees semi-annually of the identity, contact information and the type
of guidance which is available from the Career Counselor.

Preliminary Determination S of 6

In response to the EEPC’s Manager/Supervisor Interview Questionnaire, 75% of the respondents indicated they
had received a performance evaluation over a year ago. The same amount indicated they do not evaluate their
employees annually. In addition, 67% of respondents to the EEPC’s Employee Survey indicated that they had
not received an annual performance evaluation within the past 12 months

Action Taken
OLR managerial and non-managerial employees will receive an annual performance evaluation beginning with
calendar year 2010; utlhzmg the DCAS approved format.

OLR has begun the process of preparing the tasks and standards for its managerial and non-managerial
empioyees covering the period January 1, 2010 through December 31, 2010. Employees will receive a copy of
their task and standards for review by the end of the calendar year 2009 year with a memorandum indicating the
evaluation period is January 1, 2010 through December 31, 2010.

Preliminary Determination 6 of 6
The OLR did not submit its Agency Specific EEO plans and quarterly reports to the EEPC from the 4™ Quarter

of 2006 to the present During the audit, OLR submitted these reports.

Action Taken

The agency head will continue to submit an agency-specific plan, three quarterly reports and an annual fourth
quarter final report to the EEPC each fiscal year. The reports will be submitted no later than thirty days
following each reporting period.

Attachments (3)



OLR Equal Employment Opportunity Program

If you believe that you are being treated
differently because of:

Age ¢ Marifal Status

Alienage -+ Military Status

Creed « National Origin

Color ¢ Sexual Orientation
Disability - s Status as a Victim of Sex
Domestic Violence Victims Offenses or Stalking’
Race | ' Religion

ender® Prior Record of Arrest or
Genetie Predisposition and/or Carrier Status #% Conviction

*

& & » & € # & ¥ @
L ]

‘We are here to talk to you.

EEQ OFFICER: ‘ ANDREA BEACH 306-7260

EEO COUNSFLORS: ROSEANN BUCCHING  306-7332
SANG HONG 106-7392

CAREER COUNSELOR & '

DISABILITY RIGHTS COORDINATOR | JEAN N. BREWER 306-7270

OFFICE OF LABOR RELATIONS
40 RECTOR STREET

James F. Hanley, Commissioner
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EQUAL EMPLOYMENT OPPORTUNITY POLICY STATEMENT

The Oftice of Laboer Relations is an Egual Employment Opportunity Fmplover, As
Commissioner, [realfirm the Office of Labor Relations strong mmrmuami to maintaining fair

3
ermnpinvment practices for ull of s members.

Fuderal. State and/or local laws prohibit emploviment discrimination based on:

FAge ' *Disability *Pricr record of arrest or conviction

*Alicnage *Military Status *Status as a Vicum Domestie Violence

*Calor Martinl Status *CGenetic Predisposition and/or Carrier status
*reed : *National Ongin *Sexual Orientation

*Race _ *Religion *Satus as o Victim of Sex Offenses or Stalking
*Cender ' '

i addition w praviding protections on the basis of the above calegories, some federal, state and local
aws protect persons who are diseriminated against because they are perceived to be in a protected
“class, Harassment based on 2 person’s actual or perceived protected status is also prohibited.

¥
1
i
]
i

These laws prohibit discrimination which affect:

*Hiring ' *Discipiine *Performance Fvaluations
*Work Assignments *Promotion ' *{ermuination

*Working Conditions FTransfer *Training Opportunities
*Salury and Beoefits *Testing *Recruitment

Fhe law requires that reasonable accommodations be made for employees with disabilities. The Law
atsa requires that reasenable sccommodations be made for employees” mé igious observances or practices.

L emplovees are durected to comply with beth the letter and the spinit of these faws. All
personnel should work to maintain an atmosphere of appreciation of the diversity reflected in
aur stall, asd to promoete understanding amonyg our co-workers, Managers and Supervisors are
divected to make all employment decisions in accordance with the Gifice of Labor Relations
EEO policy, and to ensure compliance with the policy in their areas of responsibility.

i any employee feels that he or she has been discriminated sgainst by a manager,

superviser or another emplioyee, e emplovee should contact the Equal Emplovment

Upportunity Officer or an- Equal Emplovinent Opportunity Counselor, The Equal Emplovment
Opportunity (fcer s Andrea Beach, who may be comtacted at 306-7268. her office is on the

fourth floor. The FEO Counselors are Roseann Bucchine at 306-7332 and Sang Hong at 306-7392,
their wilides are Jocated on the third floor. The Equal Employment U?Jpvmmm Officer has the
authority 1o recommend to ihtz agency head that disciplinary action be tken against any emplovee who
RRE mmméiteci i urtf’aw! ul diseriminatory act.

Al complaimts will be hundled in confidence, No employee may retaliaie against vr
harass any person for filing a complaint or cooperating in the investigation of the compiaint.
Such retalistion or hurassment 1§ unlawtil and will he cause for distiplinery action.

JAMES F. HANLEY
{"ommissiener
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10/26/2008) Andiea Beach -EEO T . FPagel

From: Andrea Beach

To: DL_OLR_Operations

Date: 5/20/2009 2:56 PM

Subject: EEOC

Attachments: olr eeo info.pdf

Please read the attached documents concerning OLR's EEQ program
OLR's Career Counselor & Disability Rights Coordinator is Jean N. Brewer

Thank you.



| (0/36/2006) Andrea Beach - Equal Employment Opportunity Policy ... Pl

From: Andrea Beach

To: DL_OLR_ALL

Date:  10/20/2009 6:21 PM

Subject: Equal Employment Opportunity Policy

Attachments: EEO Policy.pdf; eeo_policyaddendum.pdf; abouteeo.pdf;
abouteeo_addendum.pdf ' .
: EEO agency information.pdf

Please review the attachments concerning the City's EEO Policy, About EEQ: What You
May Not Know handbook and OLR’s EEO contact information.

Andrea Beach
EEO Officer
(212) 306-7260

The City of New York is an Equal Opportunity Employer -






City of New York
Michael R. Bloomberg, Mayor

Department of Citywide Administrative Services
Martha K, Hirst, Commissioner







*evps s dupavs aualysis. @ program by hr-sottware.net to analyze employment decisions... Page 1 of 2

Disparate
Impact
Analysis

{an On-Line Internet
based application)

Instructions: Please fill out the information into the form below. Once you have entered your data
below, you may select the types of analysis to be conducted by checking the appropriate boxes. Then
press the compute button at the bottom of the form to view the results.

Select the type of employment decision: [Selection |
Enter a title for your report:{EAP 10/09 ' '

Number of Male Number of Non-Minority Number of Younger Number of Non-Disabled

i1 Applicants 14 Applicants Iﬁ Applicants |7 Applicants
IO Selected '1 Selected |1 Selected . IT Selected

‘Numtber of Female Number of Mirnority Number of Older Number of Disabled
16 Applicants l3 _ -Applicants ID Applicants IO Applicants
,1 Selected IO Selected IO Selected IU : Selected

¥ -Adverse Impact : Select the Statistical Tests you wish to execute by

'™ -Chi-Square checking or unchecking the boxes on the left. Then press
I™ -Standard Deviation _ the 'Compute’ button below. ' _
™ -Confidence Intervals - '

™ Probability Distribution || _Compute | | 7

Display: ™ Description of Statistic Interpretation of Results

EAP 10/09

Adverse-Impact Report

Adverse Impact and the "four-fifths rule."” - A selection rate for any race, sex, or ethnic
group which is less than four-fifths (4/5ths} (or eighty percent) of the rate for the group
with the highest rate will generally be regarded by the Federal enforcement agencies as
evidence of adverse impact. Uniform Guidelines on Employee Selection Procedures

Ir It T r —

http://www_hr-software.net/ EmploymentStatistics/ DisparateImpact. htm?ActionTaken=0...  10/21/2009




Lispdrarte tmpact analysis: a program by hr-software.net to analyze employment decisions... Page 2 of 2

IRate of Females Rate of Males u‘;\dverse Impact Ratio {Adverse Impact Ratio
Applicants Selected  {Applicants Selected or Females for Males
1/6) =0.1667 ' 0/ 1) =0
dverse impact as defined by the 4/5ths rule was not found in the above data.
Rate of Minorities Rate of Non-Minorities|{Adverse Impact Ratio [Adverse Impact Ratio
Applicants Selected  [Applicants Selected or Minorities for Non-Minorities
0/3)=0 o  (1/4)=0.25
Adverse impact as defined by the 4/5ths rule was not found in the above data.
Rate of Older ate of Younger dverse Impact Ratio {Adverse Impact Ratio
Applicants Selected - jApplicants Selected  {for Older ifor Younger
(0/ 0) = NaN (1/6)=0.1667 ‘
Adverse impact as defined by the 4/5ths rule was not found in the above data.
ate of Disabled {Rate of Non-Disabled ﬁfAdverse Impact Ratio jAdverse Impact Ratio
jApplicants Selected  JApplicants Selected or Disabled or Non-Disabled
0/ 0) == NaN (1/7) =0.1429 - -

Adverse impact as defined by the 4/5ths rule was not found in the above data,

View Source Code

Copyright 1998, HR-Software.net
All Rights Reserved.

Send questions or comments to webmaster@hr-guide.com. Thank you.

http://www hr-software.net/EmploymentStatistics/ Disparatelmpact htm? ActionTaken=0...  10/21/2009




[ (10/26/2008) Andrea Beach - EEO Page !

From: Andrea Beach

To: DI_OLR_Operations

Date: 5/20/2009 2:56 PM

Subject: EEO

Attachments: olr eeo info.pdf

Please read the attached documents concemning OLR's EEO program

OLR's Career Counselor & Disability Rights-Coordinator is Jean N. Brewer

Thank you.



OLR Equal Employment Opporfunity Program

If you believe that you are being treated
- differently because of:

o Age e Marital Status
» Alienage ¢ Military Status
* Creed o National Origin
s Color e Sexual Orientation
o Disability e Status as a Victim of Sex
. o Domestic Violence Victims _ | ' Offenses or Stalking
e Race ' ¢ Religion
¢ Gender* _ e Prior Record of Arrest or
¢ Genetic Predisposition and/or Carrier Status ** Conviction
We are here to talk to you.
EEO OFFICER: : ' ANDREA BEACH 306-7260
EEO COUNSELQCRS: - ROSEANN BUCCHINO  306-7332
| g SANG HONG 306-7392
CAREER COUNSELOR &

DISABILITY RIGHTS COORDINATOR JEAN N. BREWER 306-7270

OFFICE OF LABOR RELATIONS
| 40 RECTOR STREET

James F. Hanley, Commissioner

*The term “gender” includes gender identity, which refers to a person’s actual or perceived sex, and includes self-image, appearance, behavior or expression, whether or
not different from that traditionally associated with the legal sex assigned to the person at birth.

**The term “genetic predisposition” means having something in your genes which increases the risk of your having a disease or disability. The term “carrier status™
means having something in your gens which increases the risk of your children having a disease, even though you donot have it yourself.

In addition to providing protections on the basis of the above categories, some federal, state and local laws profect persons who are discriminated against because they are
perceived to be in a protected class. Harassment based on a person’s actual or perceived protected status is also prohibited.



‘ EQUAL EMPLOYMENT OPPORTUNITY POLICY STATEMENT
The Office of Labor Relations is an Equal Employment Opportunity Employer. As
Commissioner, I reaffirm the Office of Labor Relations strong commitment to maintaining fair

employment practices for all of its members.

Federal, State and/or local laws prohibit employment discrimination based on:

*Age *Disability *Prior record of arrest or conviction

* Alienage *Military Status *Status as a Victim Domestic Violence

*Color *Martial Status *(Genetic Predisposition and/or Carrier status
*Creed *National Origin *Sexual Orientation

*Race *Religion *Status as a Victim of Sex Offenses or Stalking
*Gender

In addition to providing protections on the basis of the above categories, some federal, state and local
laws protect persons who are discriminated against because they are perceived to be in a protected
class. Harassment based on a person’s actual or perceived protected status is also prohibited.

These laws prohibit discrimination which affect:

*Hiring - *Diseipline *Performance Evaluations
*Work Assignments *Promotion *Termination

*Working Conditions *Transfer . *Training Opportunities
*Salary and Benefits *Testing *Recruitment

The law requires that reasonable accommodations be made for empioyéeé with disabilities. The Law
also requires that reasonable accommodations be made for employees’ religious observances or practices.

All employees are directed to comply with both the letter and the spirit of these laws. All
personnel should work to maintain an atmosphere of appreciation of the diversity reflected in
-our staff, and to promote understanding among our co-workers. Managers and Supervisors are
directed to make all employment decisions in accordance with the Office of Labor Relations

EEO policy, and to ensure compliance with the policy in their areas of responsibility.

If any employee feels that he or she has been discriminated against by a manager,

supervisor or another employee, the employee should contact the Equal Employment

Opportunity Officer or an Equal Employment Opportunity Counselor. The Equal Employment
Opportunity Officer is Andrea Beach, who may be contacted at 306-7260, her office is on the

fourth floor. The EEQ Counselors are Roseann Bucchino at 306-7332 and Sang Hong at 306-7392,
their offices are located on the third floor. The Equal Employment Opportunity Officer has the
authority to recommend to the agency head that d1$01p11nary action be taken against any employee who
has committed an unlawful discriminatory act.

All complaints will be handled in confidence. No employee may retaliate against or
harass any person for filing a complaint or cooperating in the investigation of the complaint.
Such retaliation or harassment is unlawful and will be cause for disciplinary action.

JAMES F. HANLEY
Commissioner



{10/26/2009) Andrea Beach - Equal Employment Opportunity Policy -  Paget’

From: Andrea Beach

To: DL_OLR_ALL

Date: ~  10/20/2009 6:21 PM

Subject: Equal Employment Opportunity Policy

Attachments: EEOQ Policy.pdf; eeo_policyaddendum.pdf; abouteeo.pdf;

abouteeo_addendum.pdf
; EEO agency information.pdf

Please review the attachments concerning the City's EEQ Policy, About EEO: What You
May Not Know handbook and OLR's EEQO contact information.

Andrea Beach
EEQ Officer
(212) 306-7260

The City of New Yoi'k is an Equal Opportunity Employer



WOOQ Andrea Beach - - Equal Employment Opportunity Policy o Page 1

From: Andrea Beach

To: DL_OLR_ALL

Date: 9/26/2008 5:37 PM

Subject: Equal Employment Opportunity Policy

Attachments: EEQ Poficy.pdf; eeo_policyaddendum.pdf; abouteeo.pdf:

abouteeo_addendum.pdf

Please see the attachments concernmg the City's EEQ Policy and the handbook About
EEO: What You May Not Know. ,

Andrea Beach |
EEQ Officer






About EEO:

What You May Not Know

City of New York
Michael R. Bloomberg, Mayvor

Department of Citywide Administrative Services
Martha K. Hirst, Commissioner
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" EMPLOYEE'S SIGNATURE
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12/13 EEO TRAINING 9:00 AM - .
EMPLOYEE SIGNATURE
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o o 12/18 EEO TRA!NING 1:00°PM -
JE ,EMPLOYEE'S SIGNATURE
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To: ' All Employees

From: James F. Hanley
Re; EEPC Audit
Date: December 11, 2009

The Office of Labor Relations is committed to compliance with the Equal Employment
Opportunity Policy (EEOP). As Commissioner, I reaffirm OLR’s strong commitment to
maintaining fair employment practices for all its employees.

Recently, OLR was audited by the Equal Employment Practices Commission to ensure
compliance with Equal Employment policies.

The age_ncjr’s adherence with EEO policies and procedures was found to be in
compliance. However, there are some areas that the Comumission has requested we
~enhance to ensure that all employees understand their rights and responsibilities under
equal employment. |

During the coming weeks, tasks and standards will be distributed to OLR employees for
calendar year 2010. Performance evaluation, including recommendations for improving
job performance and career advancements will be completed in January 2011.
Any employee who has questions or concemns regarding Equal Employment policies is
encourage to speak with their supervisor, EEO Counselors, Roseann Bucchino and Sang
Hong or EEO Officer Andrea Beach.

c: Margaret M. Connor
Andrea Beach



EQUAL EMPLOYMENT PRACTICES COMMISSION

City of New York
40 Rector Street, 14t Floor New York, NY 10006
Telephone: (212) 788-8646 Fax: (212) 788-8652

Cesar A Perez, Esq. Abraham May, Jr.
Chair : Executive Director
Angela Cabrera Charise Hendricks
Malini Cadambi Daniel - Deputy Director
Elaine 5. Reiss, Esq. Judith Garcia Quifionez
Arva A. Rice . ) . ) : Cotinsel

Commissioners

January 12, 2009

Cominissioner James F. Hanley
Office of Labor Relations

40 Rector Street

New York, NY 10006

Re: Compliance Initiation
- Dear Commissioner Hanley:

On behalf of Chair Cesat Petez, Fsq. and the members of the Equal Employment Practices
Commission I want to- thank you for your December 9, 2009 Response to our October 29, 2009

Letter of Preliminary Determination putsuant to our audit of your agency’s Equal Employment
Opportunity Progtam from January 1, 2006 to December 31, 2008,

We have reviewed yout Response and we are pleased to note that you agree with all of our
audit recommendations. Consequently; in lieu of a Final Determination Letter we are prepared to
initiate the City Charter-mandated audit compliance process. EEPC Counsel/Cotmnpliance Director
Judith Garcia Quinofiez, Esq , ot her designee, will contact your EEO ofﬁcer Ms. Andrea Beach to
schedule 2 meeting to initiate comphance.

We look forward to working with you and your staff to ensure an effective Hqual
Hrployment Opportunity Program in the Office of Labor Relations.

Sincerely,

%ﬂfy,ﬁ ' ’/

Executive D]? T

C: Andrea Beach, EEO Officer
Judith Garcia Quinofiez Esq., Counsel



